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Personnel development at enterprises with regard to
adaptation to the VUCA world

Abstract. The modern world, which became known as the VUCA world, is a world marked by volatility, uncertainty, complexity and
ambiguity of general conditions and situations. It points out the necessity for enterprises to secure rapid adaptation, flexibility in
decision-making and predictability. Maintenance of personnel competencies and skills which contribute to the process of adaptation
to the VUCA world is one of the mechanisms to ensure enterprise development. The article describes the results of the study
related to the personnel employed at enterprises of the transport and logistics system, which indicates their level of adaptability
to modern working conditions. The survey was undertaken by the authors in November, 2015, in Kharkiv region of Ukraine. The
study has revealed that formation, development and maintenance of a competency framework for the personnel is a mechanism
which makes it possible for enterprises to adapt to modern conditions of development. Based on the results of the study, we
have determined personnel competencies which are essential in conditions of the VUCA world with regard to characteristics such
as professional qualifications, toleration of uncertainty, thinking and skills, behavioral reactions, communication skills, learning
aptitude, multicultural competencies. In accordance with the current trends in personnel management, we suggested concrete
actions with regard to personnel development and training at enterprises of the transport and logistics system. It has been
concluded that personnel competencies are not considered to be frozen: they change under the conditions of the VUCA world,
globalisation and integration of world economies.
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Monos.a H. B.

KaHaupaTt eKOHOMIYHUX HayK, AOLEHT, 3aBigyBay kadeapy MapKeTuHry,

XapKiBCbKUI TOProBesIbHO-€KOHOMIYHUI IHCTUTYT KUIBCbKOrO HaUiOHaNbHOrO TOProBESIbHO-eKOHOMIYHOTO YHIBepCuTeTy, YKpaiHa
LLuHkapeHko B. I.

LOKTOP EKOHOMIYHMX HayK, Npodiecop, XapKiBCbKUI HaLioHanbHMM aBTOMOGINBbHO-AOPOXKHIN yHIBEpCUTET, YKpaiHa

Po3BuTOK nepcoHany B ymoBax aganTauii nianpuemcts o VUCA-cBiTy

AHoTauif. CyyacHui cBiT, AKUA oTpumas Ha3By VUCA-CBIiTY, xapakTepuayeTbCA MIHNMBICTIO, HEBU3HAYEHICTIO, CKNAAHICTIO Ta
6araTosHayHicTIO YMOB i cuTyauii. OgHMM i3 MexaHi3miB MigBULLEHHA eheKTUBHOCTI PO3BUTKY MiANPUEMCTB y TakMX YMOBax €
HaABHICTb KOMMETEHLIi NepcoHany Ta 0CobUCTUX AKOCTEW, AKi CrpuAoTb horo aganTauii Ao ymos VUCA-CBITY. Y cTaTTi HaBedeHi
pesynbTaTu AOCHiIOXKEHHA NepcoHany nianpUEMCTB TPAHCMOPTHO-NOMNCTUYHOI CUCTEMM, AKI NOKa3anu CTyniHb MOro afAanTUBHOCTI
[0 cy4acHux ymoB npaui. [locnigkeHHA nokasano, Wwo (hopMyBaHHA, PO3BUTOK i MiATPMMKA KOMMETEHLi nepcoHany € TuMm
MeXaHi3MOM, AKWMI [03BOMAE afanTyBaTy MiANPUMEMCTBA OO0 CydacHUX YMOB PO3BUTKY. Ha niacTasi pe3ynbTaTiB AOCHiAKEHHA
BM3HA4eHi KomneTeHLii nepcoHany, Aki HeobxiaHi B ymoBax VUCA-CBITY OO TaKWX rpyn XxapakTepucTyK, AK NpodecinHi AKOCTI,
CTaBMeHHsA A0 HEeBU3HA4YeHOCTi, MUCIEHHSA, NOBeAiHKOBA peaKLif, KOMYHIKaTUBHI AKOCTI, 34aTHICTb [0 HaBYaHHA Ta NoMiKybTYPHi
KOMMeTeHUii. Ha OCHOBI Ccy4acHMX TPeHAiB B ynpassiHHi NepcoHasioM 3anponoHOBaHi fji 3 ynpasniHHA PO3BUTKOM MepcoHany
NiANPUEMCTB TPaHCMOPTHO-MOMNCTUYHOI CUCTEMW, NOrO HaBYaHHA. 3pO6eHO BUCHOBOK NPO Te, WO KOMMEeTEHUil nepcoHany He €
3acTurnmmm i TpaHcdopmytoTeea nig sBnnmeoM VUCA-CBITY, npoueciB rnobanisadii Ta iHTerpawii eKOHOMIK CBITY.

KnrouyoBi cnosa: nepcoHan; komneTeHLuii; aganTauia nepcoHany; VUCA-CBIT; ynpasniHHA NepCOHanom.

Monosa H. B.

KaHaMaaT SKOHOMUYECKUX HayK, AOLEHT, 3aBeaytoLlan kaenpon MapkeTHra

XapbKOBCKMIN TOProBO-9KOHOMUYECKNIA MHCTUTYT KEeBCKOro HaLmMoHanbHOro TOProBo-3KOHOMUYECKOTo YHUBEpCUTeTa, YKpamHa
LlLinHkapeHko B. I.

[IOKTOP 9KOHOMUYECKMX HayK, npocheccop, XapbKOBCKMWIA HALMOHASbHbI aBTOMOBUILHO-A0POXHbIN YHUBEPCUTET, YKpanHa
Pa3sBuTue nepcoHana B ycnosuaAx agantauuu npeanpuaTtun K VUCA-mupy

AHHoTaumA. CoBpPEeMEHHbI MUp, KOTOpbIA nony4un HassaHue VUCA-mup, XxapakTepusyeTcA W3MEHYMBOCTbIO, Heonpeae-
NEHHOCTbHO, CITIOKHOCTBIO M MHOFO3HAYHOCTbBH0 YCNOBUIA 1 cuTyauuid. O AHUM U3 MEXaHU3MOB MOBbILLEHNA 3 EKTUBHOCTN Pa3BUTHA
NpPeanpuATUA B TaKWNX YCNOBUAX ABMAETCA HANMMYMe KOMMEeTeHUM nepcoHana u NiMYHbIX Ka4yecTB, KOTOpble CMOCOOCTBYIOT ero
apanTtauum K ycnosuam VUCA-mupa. B ctaTbe npuBeaeHbl pesynbTarhl UCCNeoBaHnA nepcoHana npeanpuATAA TPaHCMOPTHO-
NOrMCTUYECKON CUCTEMbI, KOTOPblE MOKas3anu CTeneHb ero afanTUBHOCTM K COBPEMEHHbIM ycnosuAM Tpyda. ccneposanne
nokasano, 4To hopmMmMpoBaHUe, pas3BUTUE N NOAAEPXKKA KOMMETEHLMI NepcoHana ABNAETCA TEM MEXaHN3MOM, KOTOPbI MO3BoNAeT
ajanTupoBaTb NPeanpuUATUA K COBPEMEHHbIM YCIOBUAM pas3BuTUA. Ha ocHOBaHWM pes3ynbTaToB MCCNeaoBaHUA onpeaeneHbl
KOMMeTeHUMM nepcoHana, Kotopble Heobxoaumbl B ycnosuAax VUCA-mypa OTHOCUTENbHO TakuX Fpynn XapakTepucTuk, Kak
npodpeccrnoHanbHble Ka4yecTBa, OTHOLWEHWE K HeonpedeneHHOCTU, MbllfieHne, NoBedeHYeckana peakuma, KOMMYHUKATUBHbIE
Ka4ecTBa, CMOCOBHOCTb K OBYYEHMIO U MONMUKYNbTYPHbIE KOMMEeTeHuMn. Ha ocHOBE COBPEMEHHbIX TPEHAOB B yMpaBleHun
NepcoHanoM npeanoXeHHble AeACTBUA MO YNpaBieHWIo pasBUTUEM MepcoHana MpeanpuATUA TPaHCMOPTHO-NOrMCTUYECKON
cuctembl, ero obyveHuto. CaenaH BbIBOA O TOM, YTO KOMNETEHLMM NepcoHana He ABMAITCA 3aCThIBLUMMU U TPaHCOPMUPYOTCA
noa snuAHnem VUCA-Mupa, npoueccos rnobannsaumm 1 HTerpaumm 3KOHOMUK Mupa.

KnioyeBble cnoBa: nepcoHan; koMmneteHumm; agantauma nepcoHana; VUCA-Mup; ynpaBneHue nepcoHanom.
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1. Introduction. The modern world is marked by volatili-
ty, uncertainty, complexity and ambiguity. It became known as
the VUCA world and is characterised by the rapidity of change,
unpredictability, considerable difficulties in defining the future
on the basis of the past, a variety of evidences, causes and
factors affecting the situation, a well as by multivariate condi-
tions and situations. Enterprises, including the ones that form
the transport and logistics system (TLS) which operate in such
a world, must be able to quickly to changing conditions of de-
velopment, while managers should realise the importance o
good-will and the essence of modern personnel competencies
which influence business performance. The volatility, uncer-
tainty, complexity and ambiguity of the external environment
require the personnel working at enterprises to demonstrate
adaptive competencies, which enables them to respond flexi-
bly to changes, to be mobile and stress-resistant. Their know-
ledge, abilities and skills should correspond with current de-
mands related to doing business. Hence, personnel develop-
ment and adaptivity are major factors of the general adaptabili-
ty of enterprises to the conditions of the VUCA world.

2. Brief Literature Review. The problems related to per-
sonnel development, adaptability, competitiveness and compe-
tence are reflected in researches conducted by different scien-
tists. The theory of human capital plays a vital role in resear-
ching the relevant issues. T. Schuiz (1971) defined human ca-
pital as all that represents the source of future pleasure or future
earnings, or both, as any asset either material or human which
has a capability of generating future income flow. Fundamental
researches on problems of adaptability of employees were con-
ducted by scientists such as A. Brown (2015), V. Hryniova [3],
P. Drucker (2008, 2012) [4-7], J.-J. Lambin (1996, 2011) [8-9],
R. Marr (2001) [10], G. Sullivan (2015) [11-13], P. Tallon (2008)
[14], Y. Khenttse [15], O. Shchukin [16], etc.

Despite a considerable number of scientific developments
related to theoretical and practical aspects of competencies
and adaptability of personnel, the issues concerning the abi-
lity of personnel to adapt to the conditions of the VUCA world
require further consideration. This is particularly true of factors
affecting professional adaptability of personnel and the ques-
tions of formation of the required competencies which influence
the effectiveness of adaptability of TLS enterprises to the cur-
rent state of development.

3. The purpose of the article is to identify factors affec-
ting professional adaptability of personnel at TLS enterprises,
to clarify the required personnel competencies, the directions
in which they evolve and measures taken by such enterprises
for their implementation.

4. Results. As the analysis of current sources of informa-
tion shows, the concept of work in conditions of the VUCA world
or chaos, as described by some researchers, is not new. T. Pe-
ters (1987) [17] has been discussing the issues related to chaos
management for several years, and the concept of decision-
making under uncertainty has become a fundamental scienti-
fic direction. Its novelty is in the fact that most leaders of econo-
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mics, politics and business have realised that the VUCA envi-
ronment determines the permanent working modality of today
and it is a temporary phenomenon. Practice has shown that
heads of enterprises prepare themselves to work in the VUCA
environment; however, this does not apply to recruiting, staff
costs, skill development, competencies, management, adap-
tability, etc. As a result, it should be recognised that it is not
possible to have an elaborated strategy of enterprise develop-
ment and to be successful in the VUCA world without changes
in personnel management or recruiting. (Sullivan, 2012) [11].

Service providers, which include TLS enterprises, de-
pend heavily on professional competence. Hence, the focus
on human resources requires us to consider personnel as the
main potential for an enterprise and, consequently, the focus
should be put on professional and personal development.
Therefore, one of the key tasks for enterprises is the develop-
ment of personnel competencies, required in the conditions
of the VUCA world. Addressing this issue will contribute to in-
novative development of TLS enterprises and increase their
competitiveness.

To identify factors which influence professional adaptabili-
ty of personnel to the current state of enterprise development,
we will consider a survey conducted by us in November, 2015,
in Kharkiv region among 200 employees working at TLS enter-
prises who have their specific characteristics including the dif-
ferences in age and education levels (Table 1). The employees
who took part in the survey were aged between 20 and 60, and
had secondary and/or higher education and academic degrees.
The research showed a relationship between personal charac-
teristics and their ability to adapt (93% of all the respondents
answered the question regarding the dependence of their ability
to adapt and their character traits in the affirmative).

According to the Complexity Scale, it has been found out
that the younger personnel who adequately accept changes in
both the external and internal environment, and not the repre-
sentatives of older generations who express a preference for
traditional methods of doing business and do not accept inno-
vations uncritically, are more adaptable to change.

The respondents with higher education and those who
have academic degrees are also more adaptable to changes
(78% of the respondents with higher education and academic
degrees confirmed that they easily adapt to changes in doing
business and to changes happening in the world today). They
are ready to accept the internal organisational changes, per-
sonnel rotation, the need to improve skills and the necessity to
participate in trainings. This allows them to keep their jobs, to
provide career growth, to maintain motivation to develop along-
side with the enterprise. The results of the survey are reflected
in Table 1. The research has shown that forming promoting and
maintaining of personnel competencies provide a mechanism
which allows for the adaptation of enterprises to the current
conditions of their development.

Any enterprise which growth and develops effectively needs
to see which of the competencies are important for its person-

Tab. 1: The results-based table of personnel adaptability, %

Source: Compiled by the authors based on the results of the survey (November, 2015, Kharkiv region, Ukraine)

Popova, N., & Shynkarenko, V. / Economic Annals-XXI (2016), 156(1-2), 88-91

89



ECONOMICS AND MANAGEMENT OF ENTERPRISES

nel and define ways to promote them. Practice shows that com-
petencies are defined as a set of characteristics (qualities) of
the worker which include personal attributes (emotional and
volitional peculiarities, values and attitudes expressed through
business behaviour) alongside with knowledge and skills.

Competencies are tentatively subdivided into two groups.
Those competencies that form the first group take into account
knowledge and skills specifically tailored for each post and re-
quired for successful job performance. The other group of com-
petencies describes the differences in working approaches of
good and excellent workers (e.g. the attitude towards custo-
mers or the ability to accept and value diverse viewpoints).
The latter competencies are most important in conditions of
the VUCA world.

Thus, volatility, uncertainty and complexity of doing busi-
ness envisage the use of a multivariate approach to the crea-
tion of enterprise development strategies. This requires per-
sonnel and management to promote such competencies as
flexibility of thinking and behavioral flexibility which will make it
possible to quickly respond to changing situations and contri-
bute to making adequate managerial decisions. Also, it should
be remembered that the key requirements for the competen-
cies will vary in the course of time. Besides, to predict diffe-
rent versions of a scenario of development and to demonstrate
behavioral flexibility in conditions of volatility, it is necessary
to be able to adapt and change the ways of communication
with customers and partners, to find very distinct arguments,
words, appeals, etc.

The VUCA world also requires the flexibility of corporate
visions, missions and development strategies. In such condi-
tions, senior management should increase opportunities for
their personnel to take full responsibility for any business de-
cisions made, to concentrate on creativity and creative com-
munication, to have a better understanding of decision-ma-
king and communication at lower levels, as well as an under-
standing of how to encourage a personalised approach and
team work. The overall result of such changes will depend on
the people’s ability to cooperate to achieve mutual goals, re-
taining their identity and their influence on development pro-
cesses.

The transformation of information technology and the ar-
rival of digital technologies, as one of the realities of today’s
world, are based on pattern changes related to working people
and personnel competencies at the expense of technological
changes (i.e. people adapt to the use of devices). As a result
of the IT transformations mobile technologies, social networks,
cloud technologies and Big Data will be used over the next five
years. Hence, the ability to comprehend a wealth of existing in-
formation and data one has to process, the ability to formulate
tasks and problems in such a way that they can be solved by
using computer technologies and the ability to project the wor-
king environment and the progress of work (design thinking) are
thought to be most important among the competencies.

Cross-functional management is another important charac-
teristic contributing to the process of adaptation to the condi-
tions of the VUCA word. According to the results of the study
conducted by the HeadHunter Group in Ukraine in 2015, in re-
cent years there has been a brisk demand for specialists wor-
king in the convergence of professions. Many companies are
willing to build a team of professionals who possess knowledge
in various related fields. Such personnel would be able to to
plan their actions giving consideration to the activities of col-
leagues, to perfectly understand the contribution of each mem-
ber to project implementation, to be open for a new experience
and be ready to teach others. Cross-functional teams (CFT)
are created to address particular challenges in the operation
of enterprises to implement specific projects which are car-
ried out by a business enterprise alone or in cooperation with
others. Establishing such teams makes it possible to provide
cuts to the managerial apparatus; to enhance managerial ef-
fectiveness; to make the maximum use of human resources,
their knowledge and competences; to constantly self-improve
through their participation in teamwork; however, this requires
a high level of personnel qualifications, responsibility and com-
municative skills.
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Another vital requirement for personnel is the existence of
multicultural competencies, the ability to communicate in diffe-
rent languages both with partners and customers. Equally im-
portant is a tolerant attitude towards other cultures, which is
particularly significant with regard to the TLS enterprises’ en-
tering external markets.

A general scope of competencies of TLS enterprises re-
quired in conditions of the VUCA world by major groups is
shown in Table 2.

Tab. 2: Personnel competencies required in conditions
of VUCA world

Source: Compiled by the authors

The VUCA world also requires a sense of comfort in condi-
tions of uncertainty and rapid changes, as well as willingness to
learn. Thus, to ensure the most efficient adaptation of personnel
to the conditions of the VUCA world, an enterprise must have
a programme for corporate thinking. At the International Confe-
rence held by the Association for Talent Development (ATD) in
Orlando (USA) in May 2015, the participants emphasised the
major trends in corporate training and personnel management
that depict the most important change with regard to personnel
which is nurturing talent at the very enterprise, as well as adap-
ting it to the conditions of the VUCA world rather than employing
personnel from outside (Medvedev, 2015) [19].

It was stated that in corporate training the emphasis is shif-
ting from training as a mode of teaching to other forms such as
facilitation, gamification, edutainment, coaching, etc. Thus, fa-
cilitation helps to organise discussions and to fundamentally
improve the quality of decisions being made. Hence, the main
emphasis in training is put on techniques of teamwork. Faci-
litation can also be used to overcome remaining cultural and
generational barriers, to form the emotional well-being of per-
sonnel. A professional interest in facilitation will grow through
research in the field of neurocognitive sciences and social psy-
chology (Medvedey, 2015) [20].

A growing interest to gamification is also due to the desire
to find a way to increase the interest of personnel in learning
and to have transparency in the system of encouragement and
awards. The interest to coaching reflects the need to manage
emotions and aim them at finding effective solutions, which
could be achieved by the help of a professional coach. Appli-
cation of edutainment methods in personnel training, which is
viewed as a combination of public contract and entertainment
to quickly achieve goals set by society, is also considered pro-
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Tab. 3: Major trends in personnel management and measures taken spective, particularly in the case of learning lan-

by TLS enterprises to provide personnel development guages and developing multicultural competen-
cies of personnel.

Another important trend is the so called ex-
treme longlivety. It is based on the fact that work
experience of personnel increases; therefore,
the personnel of an enterprise may comprise
from 3 to 4 generations that differ in their charac-
teristics. In this context, TLS enterprises should
decide which leadership style to choose, so that
their top-managers are able to manage person-
nel effectively. The main trends in personnel
management and measures taken by enterpri-
ses to provide personnel development relevant
to the major trends are shown in Table 3.

5. Conclusions. Personnel development at
TSL enterprises should be focused on compe-
tencies which will allow for the adaptation to the
existing conditions of the VUCA world and com-
munication with customers and other stake-
holders. The competencies and trends in trai-
ning tend to alter due to the changes happening
in the external environment. Such changes are
not considered to be frozen; they occur under
the conditions of the VUCA world, globalisation

Source: Compiled by the authors based on [19] and integration of world economies.
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